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With group J5 it was possible to compare the reliability of the inter-
view ratings with the ratings given to the group subsequently by
instructors at the Northwestern University Traffic Institute. Table
139C shows the reliability of the instructors' ratings. It will be noted
that these ratings have considerably lower reliability than those made
by the interviewers. This is somewhat surprising in view of the fact
that the interviews lasted about 25 minutes, whereas the instructors
had worked closely with the men for a considerable period of time.
There appears to be greater agreement among trained raters in a con-
trolled interview situation than among relatively untrained raters
who have a wider opportunity for observation, although this difference
may be due in part to a difference in the nature of the traits rated.
An estimate of the validity of the stress interview in connection
with Group B was obtained by correlating the interview ratings with
rank order ratings based upon the performance of the patrolmen during
their previous years of service on the job. The validity of the inter-
view ratings based on the "control (non-stress)" interviews was .74;
the validity of "stress" ratings was .33, and the validity of the total
interview ratings was .50.
The primary conclusion that can be drawn from this experiment is
that during a brief interview of controlled content it is possible for
trained raters to achieve a high degree of consistency in their opinions
and that these opinions correspond favorably with actual job perform-
ance. However, the contribution of the stress factor that was inserted
in the interview procedure is not clear and must await further experi-
mentation under a variety of circumstances before becoming a practical
addition to present interviewing methods.
PERSONAL DATA IN EMPLOYMENT
A person applying for work is very likely to be confronted with an
application form. It is almost universal practice among organizations
regularly employing new personnel to have a questionnaire on which
the applicant may state the type of work he prefers, his qualifications,
and his personal history. These forms range from brief registration
cards bo formidable four-page forms bristling with fine print and legal
phrases.
There appears to be little uniformity in the information required in
application blanks. Some of the most frequently used items are given
in Table 140. Most forms have, in addition, a number of items that
are of special importance to the firm in question or are believed by the
employment manager to be of some special significance in the evalua-
tion of an applicant's qualifications. Many of the questions are used